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In today’s business environment, organizations must continually
and constantly reinvent themselves to stay relevant because they
conduct operations in workplaces that are characterized by steady
competition and erratic change. Most studies show that organi-
zational improvement cannot occur without strategic changes
directed to yield a difference in performance. Thus, improving
performance requires the consideration of change-related policies
and individuals’ dispositions relevant to change. Strategic change
as perceived by many authors requires qualitative changes and not
simple continuous and usual changes. Strategic change must be
aligned to the mission, and purpose of an organization. Employees’
attitudes towards change strongly relates to their attitudes about
their employer and changes at their organization because organi-
zations continually commence new programs of organizational
change, these ongoing and seemingly endless efforts put a lot of
burden not only on organizations but also on individuals.
Researchers highlight the challenges to strategic change as; poor
organizational management and culture, increased technology
installation, organizational structure, strong competition and
employee issues. Attitudes toward strategic change are the feelings
employees have toward different internal policies of the organi-
zation. Many investigations suggest that it is reasonable to expect
employees to react to strategic change efforts since the process of
change involves going from the known to the unknown.vier Inc. This is an open access article under the CC BY license
ndun).
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C. Adeniji et al. / Data in Brief 18 (2018) 1551–15551552Consequently, it can be a very unpleasant experience for employ-
ees thus this article presents data in this regard.
& 2018 The Authors. Published by Elsevier Inc. This is an open
access article under the CC BY license
(http://creativecommons.org/licenses/by/4.0/).Speciﬁcation Tableubject area Business, Management
ore Speciﬁc Subject
Area:Business Administrationype of Data Table. Figures
ow Data was Acquired Researcher-made questionnaire analysis
ata format Raw, analyzed, Descriptive and Inferential statistical data
xperimental Factors Sample consisted of employees of manufacturing companies in
Nigeria. The researcher-made questionnaire which contained data
strategic change on employees’ behavioural attitude and ﬁrm per-
formance were completed.xperimental features Change strategy is a major factor endangering ﬁrm performance
particularly in the manufacturing sector.ata source location South west Nigeria
ata Accessibility Data is included in this articleDValue of Data
 Findings reveal that a unit increase in strategic change will lead to an increase in employees’
behavioural attitude and ﬁrm performance showing that employees have a high degree of con-
tinuance commitment during the change.
 The results could be seen as positive, not only to the behaviours, but also to the change climate in
general. It could be assumed that the more employees perceive themselves to have a high choice in
initiating and regulating actions, the more they perceive themselves able to impact the change.
 This study indicates that increased competition aligned with internal policies positively affects
employees’ attitude to organizational change.1. Data
Fig. 1 and Table 1 below shows the predictor importance of strategic change on employees’
behavioural attitude and performance of selected manufacturing ﬁrms.
Fig. 1 and Table 1 above predicts the importance of the construct for independent variables on the
dependent variables. In other words, it can be depicted that the construct with the least importance
to ﬁrm performance is change in values while innovation and restructuring become the most
important predictor of strategic change. This implies that change in ﬁrm performance could be as a
result of the drastic change in the strategy and internal policies of the ﬁrms. However, to assess the
coefﬁcient (signiﬁcant effects) level, regression analysis was adopted as presented in the table below.
The level of signiﬁcance below 0.05 shows the conﬁdence of level of 95%. Therefore, under such
circumstance, we reject the null (H0) hypothesis once P-value is less than or equals to 0.05 while we
Table 1
Importance of the variables and as it is equal to 1.
Nodes Importance
Innovation Innovation 0.49
Restructuring Restructuring 0.19
Re-engineering Re-engineering 0.17
Overall Values Overall Values 0.16
Fig. 1. Predictor Importance of strategic change on employees’ behavioural attitude and performance of Sampled Firms.
Source: Researcher‘s Field Survey Result (2017).
C. Adeniji et al. / Data in Brief 18 (2018) 1551–1555 1553accept the alternate (H1) hypothesis. The regression analysis, speciﬁcally, regression and analysis of
variance were employed to test the hypothesis because all the data are combination of ordinal and
nominal data. This was used to examine the predictive capabilities of strategic change on employees’
behavioural attitude and performance of selected manufacturing ﬁrms.
Table 2 above tested the effect of strategic change on employees’ behavioural attitude and per-
formance of selected manufacturing ﬁrms. In the ﬁrst step, the effect of strategic change on the
performance of selected manufacturing ﬁrms was tested. The R-Square value is the degree of varia-
tion of the dependent variable which can be predicted by the independent variable. The analysis
revealed that strategic change accounted for 41.6% variance in ﬁrm performance of selected manu-
facturing ﬁrms (R2 ¼ .41.6, df (1, 421) ¼ 300.221, p o .05). In the second step, the mediating role of
employees’ behavioural attitude was examined. The analysis showed that employees’ behavioural
attitude was able to explain 43.2% variance in ﬁrm performance over and beyond the effects of
strategic change (R2 ¼ .437, df (2, 420) ¼ 162.680, p o 0.05). The signiﬁcance of the F-change was
assessed and it was signiﬁcant (0.000) as shown in the table below:
Table 3 above shows the results of the two models. The ﬁrst model showed the effect of strategic
change on the performance of selected manufacturing ﬁrms. The F-value is calculated as the Mean
Square Regression (101.777) divided by the Mean Square Residual (0.339), yielding F ¼ 300.221. From
this result, model 1 in the table is statistically signiﬁcant (Sig ¼ .000). The second model examined
the effect of strategic change on employees’ behavioural attitude and performance of selected
manufacturing ﬁrms. The F-value is calculated as the Mean Square Regression (53.364) divided by the
Mean Square Residual (0.328), yielding F ¼ 162.680 at an acceptable signiﬁcant level of .000.
Table 3
Analysis of variance. Source: Researcher’s Field Survey, 2017.
Model Sum of Squares df Mean
Square
F Sig.
1 Regression 101.777 1 101.777 300.221 .000b
Residual 142.722 421 .339
Total 244.499 422
2 Regression 106.727 2 53.364 162.680 .000c
Residual 137.772 420 .328
Total 244.499 422
a. Dependent Variable: Firm Performance
b. Predictors: (Constant), CHS
c. Predictors: (Constant), CHS, BAA
Table 4
Coefﬁcients.
Model Unstandardized
Coefﬁcients
Standardized
Coefﬁcients
t Sig. 95.0% Conﬁdence
Interval for B
Collinearity
Statistics
B Std.
Error
Beta Lower
Bound
Upper
Bound
Tolerance VIF
1 (Constant) 1.939 .119 16.258 .000 1.705 2.174
CHS .526 .030 .645 17.327 .000 .466 .585 1.000 1.000
2 (Constant) 1.588 .148 10.716 .000 1.297 1.879
CHS .467 .033 .573 13.947 .000 .401 .533 .795 1.258
BAA .152 .039 .160 3.885 .010 .075 .229 .795 1.258
a. Dependent Variable: Firm Performance
Table 2
Model summary. Source: Researcher’s Field Survey, 2017.
Model R R Square Adjusted R
Square
Std. Error of the
Estimate
Change Statistics
R Square
Change
F Change df1 df2 Signiﬁcant F
Change
1 .645a .416 .415 .58224 .416 300.221 1 421 .000
2 .661b .437 .434 .57274 .020 15.091 1 420 .000
aPredictors: (Constant), CHS.
bPredictors: (Constant), CHS, BAA.
C. Adeniji et al. / Data in Brief 18 (2018) 1551–15551554Based on the results in Table 2, Table 4 above revealed the contributions of strategic change to
employees’ behavioural attitude and ﬁrms’ performance and their levels of signiﬁcance. (Change in
strategy; β ¼ .573; t ¼ 13.947; p o .05, employees’ behavioural attitude; β ¼ .160; t ¼ 3.885; p o .05).2. Experimental design, materials and methods
Datawas gathered from employees’ in selected manufacturing companies with the aid of a researcher-
made questionnaire based on the works of [1–5]. The population of the respondents was made up of
6998 employees. The questionnaire was self-administered to the respondents who willingly ﬁlled the
C. Adeniji et al. / Data in Brief 18 (2018) 1551–1555 1555research questionnaire Survey research design was adopted for this study where data was collected from
a sample size of 600 employees from the three tiers of management of three manufacturing ﬁrms in
Nigeria namely Cadbury, Plc, Unilever Plc and Seven-up Nigeria, Lagos State to determine the effect of
strategic change on employees’ behavioural attitude of employees’ and organisational performance. The
collected data were coded and entered into SPSS version 22. Data analysis was performed; using infer-
ential statistical tests which involved Hierarchical Regression analysis.
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